Research carried out has implied that conflict management style varies according to gender (Baxter and Shephard, 1978), and position in the hierarchy (Fagenson, 1990; Kanter, 1977), education, professional experience, and tenure (Hendelet al., 2005). In this study, data were collected using the Conflict Management Style inventory of Rahim (1983) and Dreu et al. (2001) Shephard, 1978), hiyeraşik kademedeki pozisyona (Fagenson, 1990; Kanter, 1977) , eğitim, iş hayatındaki tecrübe ve kıdeme (Hendel ve diğ., 2005) 
inconsistent results (McKenna and Richardson, 1995; Çetin and Hacıfazlıoğlu, 2004; Rahim, 1983, Bedell and Sistrunk,1973) . Therefore, this study includes other demographic variables such as education, marital status, having children, position, tenure in the current organization and the total tenure. The relationship between these demographic varibles and conflict management styles has been tested while these relationships are thought to be important for ımproving workplace relations.
After reviewing the theoretical grounding and developing the research question related with demographic variables and conflict management styles, the research method utilized in this study will be explained detailing the instrument, sampling and the procedure. Then, the empirical results with a discussion of the findings will be elaborated. Finally, the managerial implications of the research will be presented.
LITERATURE
Conflict is defined as "tension between two or more social entities (individuals, groups, or larger organizations) which arises from incompatibility of actual or desired responses" (Raven and Kruglanski, 1970) . Another definition for conflict is "a process in which one party perceives that its interests are being opposed or negatively affected by another party" (Wall and Callister, 1995) .
According to Roloff (1987: 496) , "organizational conflict occurs when members engage in activities that are incompatible with those of colleagues within their network, members of other collectivities or unaffiliated individuals who utilize the services or products of the organization." Conflict can be conceptualized as an interactive process manifested in incompatibility, disagreement, or dissonance within or between social entities (i.e., individual, group, organization, etc.). Conflict may occur when (Rahim, 2002): 1. A party is required to carry on an activity that is not congruent with his or her needs or interests. 2. A party prefers certain behavior, the satisfaction of which is incompatible with another person's implementation of his or her preferences. 3. A party wants some mutually desirable resource that is in short supply; therefore the needs of everyone may not be fully met. 4. A party holds attitudes, values, skills, and goals that are prominent in directing his or her behavior, but are perceived to be restricted by the attitudes, values, skills, and goals of the other(s). 5. Two parties have partially exclusive behavioral preferences in relation to their joint actions. 6. Two parties are interdependent in the performance of functions or activities. Different approaches might be utilized for dealing with conflict. This difference in approach might be due to a variety of factors such as culture, personality, type of conflict and the demographics of the parties involved in conflict (Kozan, 1997) . Differences in cultural artifacts, such as language, religion, geographical location as well as in cultural beliefs and values, are also identified as some of the key causes of the differences in conflict management styles (Kozan, 1997) .
There are different styles of behavior to handle conflict (Drory and Ritu, 1997) . Blake and Mouton (1964) identified a two-dimensional model based on "concern for people" and "concern for production" for classifying styles of conflict management. Thomas (1976) made an adaptation of the two-dimensional model and suggested the dimensions of "assertiveness" and "cooperativeness" in classifying the styles. Rahim (1983) refers to the dimensions as "concern for self" versus "concern for others" in classifying the styles of managing conflicts into five types: Integrating, Dominating, Obliging, Avoiding, and Compromising.
The model of conflict management styles initially presented by Blake and Mouton (1964) and further developed by Kilmann and Thomas (1975) and Rahim (1983) identifies the following five conflicthandling styles (Rahim, 1992; Rahim and Magner, 1995) . The styles for handling conflict vary according to two basic dimensions: "concern for self" and "concern for others." The integrating/ collaborating style refers to high concern for self as well as the other party involved in the conflict. It involves collaboration between parties. The obliging/accomodating style refers to low concern for self and high concern for others. It is concerned with smoothing over differences and focusing on areas of agreement. The dominating/competing style involves a high concern for self and a low concern for the other party involved in the conflict. It has been described as forcing one's viewpoint at the expense of others. The avoiding style involves low concern for self as well as the other party. It is concerned with withdrawing from the conflict situation. The compromising style refers to moderate concern for self as well as the party involved in the conflict. It is concerned with give-and-take or sharing the search for a middle-ground solution.
Conflict management skills are very significant for being able to function effectively at any level within the organization. With the increase in the number of females moving into positions requiring decision-making, the possible effect of gender differences in the ability to manage conflict comes to mind (Powell, 1988) . Some are skeptical about women's ability to adjust to managerial roles and responsibilities while the managerial role is associated with masculine rather than feminine characteristics (Brenner et al., 1989; Powell and Butterfield, 1979) . However, the literature on the conflict handling styles of males and females is inconsistent. For example, in a study of Singaporean managers (McKenna and Richardson, 1995) , men were found to use the compromising style more than women, while women were more inclined to use the avoiding style. While Rahim (1983) found that women were more likely to use cooperative styles (such as obliging and integrating), Bedell and Sistrunk (1973) suggested that women were more competitive.
On the other hand, some research suggests that males and females occupying similar positions behave in much the same way in managing conflict (Eagly and Johnson, 1990; Korabik, Baril and Watson, 1993; Powell, 1988) . Some research, on the other hand, suggests that women have a more cooperative approach to conflict than men (Rahim, 1983; Rubin and Brown, 1975) . In a study conducted by Green et al. (2002) , it was found that conflict management styles differed according to biological sex and gender role. The feminine group used more avoiding styles compared to male and androgynous groups, whereas male groups tend to be more dominating. Similarly, Portello and Long (1994) have proved in their studies that gender roles play an important part in the choice of conflict resolution styles. For example, individuals with a masculine gender role are found to be more aggressive and, hence, would utilize a dominating or competing style. On the other hand, feminine individuals are found to be more cooperative and thus, favor the avoiding style (Baxter and Shepherd, 1978) . The integrating (or collaborating), obliging (or accommodating) and compromising styles appear to be applicable to androgynous individuals (Bern and Lenney, 1976; Portello and Long, 1994). Cook (1985) . Furthermore, Brewer et al. (2002) argue that although biological sex may be associated with conflict management styles, gender role is the determinant of individuals' reaction to conflicts. This line of reasoning is supported by the belief that masculine and feminine characteristics are learned, especially when individuals progress in an organization.
In a study conducted by Çetin and Hacıfazlıoğlu (2004) , among university academics and high school teachers, gender was also found to be important in determining conflict management style although different findings were obtained among the academics and teachers included in the study. Male academics were found to be more tolerant and flexible whereas female teachers were found to be less offensive toward their colleagues.
In the study by Çetin and Hacifazlioglu (2004) , it was also found out that besides gender, age, experience and faculty, and subject variables played vital roles in teachers' and academics' choice of appropriate conflict management styles. Age was observed to be one of the main important variables that affect conflict management styles. As teachers and academics get older, they become more flexible and constructive in their dialogues with their peers. This was proved by the more frequent use of a collaboration style by the older subjects.
The experience variable was found not to create a difference among teachers' conflict management styles in this study. Academics within the range of 11-20 years of experience were found to choose a compromising approach more, in contrast to academics within the range of one to five years and 21 and above years of experience. This could be related to the career path they are on. It could be thought that reaching a stable point in their careers might be a factor leading them to behave in a more compromising way. Results also revealed that academics' faculties affected their conflict management styles. Academics in the faculty of education were found to use accommodation and collaboration more than academics in the faculty of business administration. This finding is indirectly supported by another study conducted by Cornille et al. (1999) . The study conducted to compare the conflict management styles of teachers and business managers with those of their peers. It found that there are significant differences in the conflict management styles used by teachers when compared with those of business managers.
In some of the previous studies conducted, conflict management styles were found to differ according to position. Fagenson (1990) and Kanter (1977) have suggested that the individual's approach to conflict management may differ according to the position held in the organizational hierarchy. Results of a three-factor MANOVA conducted by Temkin and Cummings (1986) , on the other hand, showed no significant differences in conflict management style related with position, gender and tenure.
A study carried out among Israeli nurse managers in general hospitals has found that most of the demographic characteristics were not correlated with conflict management styles. However, tenure in position was found to have influence on the choice of collaborating in conflict management. The more tenure a head nurse had in position, the more frequent she used the collaborating style for conflict management (Hendel et al., 2005) .
Based on different research findings related with conflict management styles and demographical variables, this study aims to investigate whether the conflict management styles of individuals differ according to gender, marital status, having children, tenure in the current organization, total tenure in work life, educational background, and position of the individual. Therefore, the research question of the study is "Does the conflict management style of an individual differ according to demographic variables?"
METHOD
The research aims to find out whether certain demographic variables affect conflict management styles. The independent variables taken for the study are:
Gender 
Instruments
The instrument consists of two parts. The first part asks the individuals questions related to their demographics (gender, marital status, having children, education, total tenure in worklife, tenure in the current organization and position of the individual). The professions and the departments of the employees were not taken as demographic variables because the organizations that were accessed did not have similar departmentalization and the professions ranged on a large scale such that it might not be possible to make classification. Similarly, age, place of birth, sector of the organization, number of children, variables related to education such as faculty, high school graduated from, public or private university studied, city of residence, number of income earners, and income level have not been included as demographic variables because the participants were selected on the basis of convenience of access. With this type of sampling, it would be hard to make classifications with these variables in order to put them into analysis since it would be difficult to have the same number of participants in each categorization.
The second part of the instrument includes items related to conflict management style. The inventory utilized for the study is the DUTCH test developed by Rahim (1983) , and Dreu et al. (2001) and used by Kuşçuluoğlu (2004) in her study.
The instrument was originally designed to measure five orthogonal dimensions of conflict management patterns: collaboration (five items), such as "I try to integrate my ideas with the other party" and "I collaborate with the other party to come up with decisions acceptable to us;" competition (five items), for example, "I am generally firm in pursuing my side of the issue" and "I argue my case with the other party to show the merits of my position;" compromising (five items), such as "I usually propose a middle ground for breaking deadlocks" and "I use 'give and take' so that a compromise can be made;" accommodation (five items), for example, "I often go along with the suggestions of the other party" and "I try to satisfy the expectations of the other party;" and avoiding (five items), such as "I try to stay away from disagreements with the other part" and "I usually avoid open discussion of my differences with the other party." The respondents rated each statement on a six-point scale (1= never, 6= always).
Sampling
The participants of the study were selected on the basis of convenience of access. The questionnaires were distributed in the organizations that had agreed to be included in the study, therefore the participation was voluntary. Since the participation in the study was voluntary and the questionnaires were distributed to the organizations that had convenience of access, the sampling method is convenience sampling. The participants of the study were (N = 984) working in different organizations in different sectors in Istanbul. As only a limited number of organizations agreed to be included in the study, the sample number was low and the results could not be generalized to the whole population. According to self-reported demographics, the distribution of the sample is given in Table 1 . In this study, the tenure in work life and the tenure in the current organization were asked as openended questions while the rest of the demographics were multiple choice questions. The results obtained showed that both tenures varied across a wide range:
The tenure in work life varies between 1 and 43 years (mean 10.55 years)
The tenure in the current organization is between 1 and 40 years (mean 6.26 years)
The researchers categorized the tenures as given in Table 1 in order to be able to make comparisons in the analyses.
Questionnaires were distributed to the employees in different organizations. A total of 1023 subjects participated in the study by answering the complete questionnaire. However, due to invalid and incomplete answers, the total number of the participants was 984.
Procedure
Participation in the study was voluntary. Questionnaires were distributed to participants by visiting them in their offices. The completed surveys were recollected during a two week period. The questionnaire included a cover letter in which the researchers asked the participants not to write their names since participation was kept confidential. 984 questionnaires were properly answered. The response rate was 96%.
RESULTS

Reliability and Factor Analyses
The SPSS program was used to make analyses at the 0.05 significance level. A reliability analysis was conducted for the conflict management style inventory utilized in this study. The instrument was found to be satisfactorily reliable since the cronbach alfa value was equal to 0.7982.
A factor analysis was conducted to find out the subcomponents of the conflict management style inventory by using the method of principle component. The results of the factor analysis yielded four factors as opposed to the original five factors. The five items measuring the "compromise" factor were not included in the study due to low factor loadings and low reliability. One item of the "competition" factor and one item of the "avoidance" factor were deleted because they lowered the reliability of the total factor.
For the instrument identifying the conflict management styles, the KMO Measure of Sampling Adequacy was found to be .806. This value indicates that the items of instrument were homogenous and that estimating the variance of each variable in the correlation matrix by all of the other variables in the matrix is significantly high, so these items were appropriate for factor analysis. The value of Bartlett's test of sphericity (Chi-Square:5126,447; df: 66; p:0.000) indicates that the computed factor analysis was significant. Twenty-five items were collected under four factors which have an explaining power of 56.890% of the total variation. The factors with their loadings and reliabilities are given in Table 2 .
Statistical Analyses
In this study, t-tests and the ANOVA test were utilized to test the differences between groups with different demographics in relation to conflict management style.
The results of the analyses revealed that except for position there is no relationship between demographic variables and conflict management style. The results for t-test analyses are given in Table 3 and the results for the ANOVA analyses are given in Table 4 . The results reveal that:
There is a statistically significant difference between middle level managers and first line managers in relation to accommodation style. The means illustrate that middle level managers (mean: 3.6867) utilize accommodation style more than first line managers (mean: 3.4316).
There is a statistically significant difference between first line managers, upper level and middle level managers in relation to competition style. The means reveal that first line managers (mean: 3.5132) utilize this style more than upper level managers (mean: 3.0186) and middle level managers (mean: 2.9338).
There is a statistically significant difference between middle level managers and upper level managers in relation to avoidance style. The means show that middle level managers (mean: 3.7468) use avoidance style more than upper line managers (mean: 3.5471).
For the collaboration style, no difference was found between the positions. Since differences were found between different positions in relation to conflict management styles, the analyses were conducted to test if conflict management style differs according to demographics (gender, education, marital status of employees, tenure) with different positions. 
The Analyses Conducted for Different Demographics with Different Positions
When the analyses are examined in terms of demographics (gender, education, marital status of employees and tenure) with different position, the findings revealed that there is no significant differences between different positions with different education, marital status and tenure except between positions with gender (Table 5) .
Females
There is a statistically significant difference between first line, upper level, and middle level female managers in relation to accommodation style. The means reveal that middle level female managers (mean: 3.7701) utilize this style more than upper level female managers (mean: 3.7355) and first line female managers (mean: 3.2182).
There is a statistically significant difference between middle level and first line female managers in relation to competition style. The means show that first line female managers (mean: 3.4583) use competition style more than middle level female managers (mean: 3.0214).
There is a statistically significant difference between middle level and first line female managers in relation to avoidance style. The means show that middle level female managers (mean: 3.8078) use avoidance style more than first line female managers (mean: 3.3485).
Males
There is a statistically significant difference between upper level, middle level, and first line male managers in relation to competition style. The means show that first line male managers (mean: 3.5672) use competition style more than middle level male managers (mean: 2.8618) and upper level male managers (mean: 3.0056).
Comparison of Different Positions with Demographics
Also, the analyses were conducted to test whether the conflict management style differs according to positions with different demographics (gender, education, marital status of employees, tenure ).
There is a statistically significant difference between female and male employees working at the upper level in relation to collaboration style. Female employees working at the upper level use accommodation style (mean: 2.7742) more than male employees (mean 2.5111).
There is also a statistically significant difference between female and male employees working on the first line in relation to accommodation and avoidance styles. Male employees working on the first line (mean: 3.6418) use accommodation style more than first line female managers (mean: 3.2182) and male employees working on the first line (mean: 3.7276) use avoidance style more than first line female managers (mean: 3.3485) ( Table 6 ). There is no statistically significant difference between first line, upper level and middle level married and single employees in relation to conflict management styles (Table 7) . There is no statistically significant difference between employees with children or not at different levels of the organization in relation to conflict management styles (Table 8) . There is a statistically significant difference between employees with high school and masters' degrees working at the upper level in relation to collaboration style (Table 9) . Employees with masters degrees working at the upper level use this style (mean 2.8360) more than high school graduates (mean 2.3333).
There is also a statistically significant difference between employees with high shool, university and master's degree working at the middle level in relation to competition style. Employees with master's (mean 3.1278) and university (mean 2.9837) degree working at the middle level use this style more than high school graduates (mean 2.6549). There is a statistically significant difference between employees with 6-15 years total tenure and 1-5 years total tenure working at the first line in relation to avoidance style (Table 10 ). Employees with 6-15 years total tenure in work life (mean 3.9231) working at the first line use this style more than employees with 1-5 years of total tenure (mean 3.3056). There is a statistically significant difference between employees with 6-15 years tenure and 1-5 years tenure in the current organization working at the upper level in relation to accommodation style (Table  11) . Employees with 1-5 years tenure in the current organization working at the upper level (mean 3.9368) use this style more than employees with 6-15 years of tenure in the current organization (mean 3.3884). 
CONCLUSION AND DISCUSSION
The results of the study reveal that demographics are not significantly related to conflict management styles although there exist some differences between different groups.
Summary of the Findings
One important result of the study is the use of different conflict management styles according to the position of the employees. First level employees were found to use the competition style more than the upper and the middle level managers.
The second finding reveals that conflict management style differs according to the total tenure in work life and tenure in the current organization. Those employees with longer tenures in work life were found to use the accommodating style more and those employees with longer tenures both in work life and in the current organization use the competing style more. The third finding of the study is that conflict management styles do not differ according to marital status, having children and education.
However, the results of the study conducted by Yağcıoğlu (1997) point out that those employees between 18-25 of age and had either high school or lower education preferred to use accomodating styles. On the other hand, Akbaş (2001) found a relationship between both tenure and gender and the conflict management styles, but no relationship between conflict management styles and marital status.
The findings of this study are similar to those of previous studies. The literature on conflict management styles of males and females with management and nonmanagement positions has provided inconsistent results. For example, Mc Kenna and Richardson (1995) found Singaporean male managers use the compromising style more than women, while female managers were more inclined to use the avoiding style. The research conducted by Chan et al. (2006) showed that males and females did not differ signifcantly in terms of using conflict management styles. However, the results of t-tests revealed that females tend to avoid conflicts significantly more than males and males prefer the dominant style more than females. Another study carried out by Çetin and Hacıfazlıoğlu (2004) found that female faculty members favored avoidance more significantly than their male counterparts, but no significant difference was found between female and male teachers.
In research conducted by Canlı (2001) , a difference between male and female subordinates was found in terms of conflict management styles. This study indicated that females used avoidance style more than male subordinates. Furthermore, in another study, male managers were found to use mostly the compromising style and female managers were found to use the dominating style (Ünver, 2002) . While Rahim (1983) found that women were more likely to use cooperative styles (such as obliging and integrating), Bedel and Sistrunk (1973) claimed that women were more competitive. The moderate to high level of cooperativeness via the integrating scale seemed to be responsible for reducing the difference between the conflict management styles of the two genders.
Socially appropriate behavior is different for females and males in many countries around the world; therefore, it is possible to assume that females and males would prefer to resolve conflicts with different conflict style choices (Shockley and Zalabak, 1981) . In the United States, historically, males have been socialized to communicate in direct, confrontational ways, assuming the dominant power position; females have been socialized to take care of others, and play a more receptive role (Gilligan, 1977; Stockard and Lach, 1990; Zammuto et al., 1979) . Kolb (1993: 139) states:
Existing research and our own experience suggest that the voices of women are often hushed in formal negotiation. Conflict and competition are important in formal negotiation, and therefore, it may not be a comfortable place for many women.
With such difference, styles such as competing or collaboration have been assumed to be popular choices for males on conflict resolution self-report instruments (Mills and Chusmir, 1988) . Females, for whom relationships may be more important, and for whom aggressive behavior is less forgiven (Ting-Toomey, 1986) , would seem more likely to prefer such styles as accomodating and withdrawing, and compromising. As Ting-Toomey (1986: 79) states, "Males typically engage in more direct, 'upfront' strategies. Females typically engage in either indirect, 'smoothing' communication strategies to diffuse the conflict topic, or engage in avoidance or withdrawal strategies."
Furthermore, Brewer et al. (2002) suggest that although biological sex may be related to conflict management styles, gender role is more important in determining the styles of conflict management. The researchers state that masculine and feminine characteristics are learned, especially when individuals progress in an organization. Previous studies asking whether different genders have different conflict management styles have come up with contradictory results. Rubin and Brown (1975) found that women have a cooperative approach to conflict whereas men have a more competitive one. Studies conducted by Ilmer (1980) , Kilman and Thomas (1975) , Ruble and Stander ( 1990) and Rosenthal and Hautaluoma (1988) found that women prefer accommodation and compromise more and domination and competition less than men.
However, the results of this study revealed that middle level female managers utilize the accommodation style more than upper level female managers and first line female managers use the competition style more than middle level female managers. The middle level female managers were found to use the avoidance style more than first line female managers. On the other hand, first line male managers were found to use a competition style more than middle level and upper level male managers.
The results of the study conducted by Brewer et al. (2002) revealed a significant difference between upper and lower status employees in relation to conflict management styles. There was a significant difference between upper and lower status employees in relation to accommodation style. Lower status employees were found to be more accomodating than their upper status counterparts. Upper organizational status employees were found to prefer an integrating (collaborating) style, but not the dominating (competing) style. The explanation brought for this finding is that people at the upper organizational levels experience particular types of conflict that have taught them to realize and put into use various types of solutions. Portello and Long (1994) suggest that since executive training programs emphasize collaborative attempts at problem-solving, and upper-level organizational roles requiring creative and collaborative problem-solving approaches, might be the reason for these results. These results contradict the findings of the current study since in this study, the lower status employees were found to utilize the competition style more than the middle and upper status employees.
Theoretically, given power differences, superiors are generally expected to prefer problem-solving, compromising and forcing; peers are expected to be less aggressive with superiors than each other, but more so with subordinates; and subordinates are predicted to tend toward the least aggressive styles, withdrawing and smoothing (Mills and Chusmir, 1988; Musser, 1982; Oetzel, 1998; Rahim and Buntzman, 1989; Renwick, 1975; and Renwick; . That is, given the inherent power differences, a subordinate may not be willing to utilize any conflict style to oppose a superior, while a superior may have more freedom to use aggressive styles, particularly in order to meet company production goals (Rahim and Buntzman, 1989) . Peers are considered most likely to use compromise with each other, given the equality of power.
Research would appear to bear organizational role predictions out to a certain extent (Mills and Chusmir, 1988; Musser, 1982; Oetzel, 1998; Phillips and Cheston, 1979; Rahim and Buntzman, 1989) . For example, Phillips and Cheston (1979) studied business managers and found that superiors were more likely to choose the use of competition with subordinates than vice versa, while compromise was the style most likely to be prefered for use with one's peers. Several researchers have found subordinates to prefer the styles of withdrawing or accomodating when in conflict with superiors, perhaps because of the risk of negative consequences, such as job loss (Kahn et al., 1964; Phillips and Cheston, 1979; Rahim, 1986) . However, Renwick's (1975) research with U.S. business companies found the top three styles for superiors to be problem-solving, compromising and smoothing, contrary to theorized predictions. Renwick also measured subordinates' conflict style rankings, finding the top three styles to be compromising, problem-solving, and competing. Similarly, Rahim (1983) indicated that subordinates most likely prefer the use of collaboration and competition. Likewise, Canlı (2001) found that employees with non-managerial positions used a dominating style more than employees with managerial positions. Paulson's (1986) research with middle managers from the United States, on the other hand, found no significant differences. Research conducted by Slabbert (2004) showed that there would be significant differences in the modes of conflict resolution at different organizational levels within traditional organizations. It is apparent that the styles of conflict resolution relate to the existence of a strict organizational hierarchy, with very little deviation within both organizational groupings, i.e., middle and junior managers. In summary, middle managers utilize high assertiveness/low cooperation styles, while junior managers demonstrate directly opposite styles, i.e., low assertiveness/high cooperation. Ünver (2002) indicated that both subordinates and superiors used mostly a collaborating style when they managed conflict. Among managers there is a difference between age groups in terms of collaborating, competing and compromising styles, but no difference in terms of avoiding style.
In a study by Cavanagh (1991) , comparisons were made between the conflict management, styles of staff nurses and nurse managers and scores obtained by staff nurses on avoidance were compared with similar scores from nurse managers. The results showed that in no comparisons were any statistically significant differences obtained. In Yağcıoğlu's study (1997) subordinates were found to use avoiding styles more than upper level and middle level managers. On the other hand, managers prefered competition styles more than the others.
The current study found that there is a correlation between tenure in work life and accommodation and tenure in current organization and competition. The previous research findings by Sorenson and Hawkin (1995) , however, found no relationship between the tenure and the preferred conflict management style.
Managerial Implications
Although the results of the study revealed some differences in conflict management styles in relation to tenure and position, it is important that for conflicts to be managed functionally, one style may be more appropriate than another depending upon the situation (Rahim, 2001; Rahim and Bonoma, 1979; Thomas, 1977) . However, some behavioral scientists suggest that a collaborating or problem-solving style is most appropriate for managing conflict (Blake and Mouton, 1964; Likert and Likert, 1976) . In general, collaborating and to some extent compromising styles are appropriate for dealing with strategic issues. The rest of the styles can be used to deal with tactical or day-to-day problems. While collaborating is useful for effectively dealing with complex problems and when one party alone cannot solve the problem and when there is a need in utilizing the skills, information, and other resources possessed by different parties to define or redefine a problem and to formulate effective alternatives, the accomodating style might be useful when a party is not familiar with the issues involved in a conflict or the other party is right and the issue is much more important to the other party and when one believes that preserving the relationship is important. It is not appropriate, however, if the issue involved in a conflict is important to the party and the party believes that he or she is right and when a party believes that the other party is wrong or unethical.
The competing style, on the other hand, might be beneficial when the issues involved in a conflict are important to the party or an unfavorable decision by the other party may be harmful to this party but is inappropriate when the issues involved in the conflict are complex and there is enough time to make a good decision and subordinates have high levels of competence. Avoiding style may be used when the potential dysfunctional effect of confronting the other party outweighs the benefits of the resolution of conflict. It may be inappropriate when the issues are important to a party and when it is the responsibility of the party to make decisions. A compromising style is useful when the goals of the conflicting parties are mutually exclusive or when both parties are equally powerful and when consensus cannot be reached and the parties need a temporary solution to a complex problem, but is inappropriate for dealing with complex problems needing problem-solving approach and if a party is more powerful than another and believes that his or her position is right.
Limitations and Implications for Future Research
The study included a limited number of people and a limited number of organizations in Istanbul. The results cannot be generalized due to this limitation.
Another limitation is the demographics that have not been included in the study. These excluded demographics (age, place of birth, sector of the organization, number of children, related variables with education such as faculty, high school graduated from, public or private university studied, city of accomodation, number of income earners, income level) could be included in further studies with different sampling methods.
Although the respondents were asked how they behaved when in a conflict, in fact the answer is the individual's behavioral intentions, rather than his or her actual behavior. Sometimes, intentions translate into actual behavior, but sometimes they do not. By asking respondents what they want to do, what they believe they should do, and what they actually do in a conflict might give the opportunity to depict the differences between the intentions and actual behavior.
